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ABSTRACT

KEYWORDS

The study focuses on the changing of perceptions of effective leadership in organizations as a
result of transition from one culture to another. The sample consisted of groups of 132
immigrants and 189 native Israelis. First, the research compares perceptions of effective
leadership among Israeli natives with those of immigrants to Israel from the former Soviet
Union. Then the study shows that some perceptions of the 1.5 generations of immigrants are
more similar to those of native Israelis than to perceptions of the first-generation immigrants.
The results indicate that the process of acculturation does not have an identical effect on
perceptions of the different characteristics of effective leadership in organization.
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Introduction
Implicit leadership theory (ILT) has received
increased attention over the past 30 years as a means
of understanding perceptions of leadership (Bray, Foti,
Thompson, & Wills, 2014; Epitropaki & Martin, 2004;
Foti, Bray, Thompson, & Allgood, 2012; Lord, Foti, &
de Vader, 1984; Offermann, Kennedy, & Wirtz, 1994).
The theory describes the structure and content of the
cognitive categories used to distinguish leaders from
nonleaders (Offermann et al., 1994). These categories
are preexisting cognitive structures or prototypes, specifying traits and behaviors that followers expect from
leaders. They are stored in the individual’s memory and
are activated when followers interact with a person in a
leadership position (Kenney, Schwartz-Kenney, &
Blascovich, 1996; Martin & Epitropaki, 2001). It is by
now well established that followers assess leader behavior in terms of its match with their (i.e., followers’)
implicit prototypes (Cantor & Mischel, 1979; Chong &
Thomas, 1997; Cronshaw & Lord, 1987; Eden &
Leviatan, 1975). In other words, the more consistent
an individual’s behavior is with the prototype, the more
likely it is that that individual will be perceived as a
leader (Ritter, Hedberg, & Gower, 2016).
Theory and research on implicit leadership suggest
that the leader prototype is a multidimensional, widely
shared, trait-based knowledge structure that is formed
very early in life (Epitropaki & Martin, 2004; Lord &
Maher, 1991; Offermann et al., 1994; Scott & Brown,
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2006) and that leadership prototypes are influenced by
numerous variables, including the particular culture in
which an individual resides (House, Hanges, Javidan,
Dorfman, & Gupta, 2004). Culture can be explored conceptually at multiple levels of analysis, although organizational culture and national culture have undoubtedly
received the most scrutiny in the business world (Trefry
& Christian, 2012). Accordingly, leadership perceptions
differ across cultures (House et al., 2004).
For example, Gerstner and Day (1997) demonstrated
differences in leadership perceptions and found that
business leader prototypes vary systematically across
countries. In another study, Mellahi (2000) found that
international MBA students differed in their leadership
perceptions from native MBA students in the United
Kingdom. Perhaps the most extensive project that considered the cross-cultural generalizability of leadership
perceptions—the
GLOBE
(Leadership
and
Organizational Behavior Effectiveness) study—compared perceptions of the effective leader in 62 countries
(House et al., 2004). Overall, these findings demonstrated that a leader who is perceived as effective in
one country may not necessarily be perceived as such in
another.
Although there is ample evidence for differences
in leadership perceptions of employees from different countries, we know very little about the stability
of such culturally contingent perceptions. In particular, we do not know what happens to these
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perceptions when individuals’ cultural context
changes, as when they immigrate to another country.
Although not empirically tested, theory suggests that
leader prototypes are dynamic cognitive structures
that change over time and across context (Bray
et al., 2014; Lord, Brown, Harvey, & Hall, 2001).
Epitropaki and Martin (2004) proposed that leadership perceptions can potentially change if one’s
environment is dramatically altered. Accordingly,
one might expect that changing one’s cultural environment could ultimately drive changes in effective
leadership perceptions.
The age at which immigrants arrive in a new country
could also affect these changes. Young immigrants go
through the process of acculturation more quickly than
adults, and more easily adopt the local culture
(Allensworth, 1997; Rumbaut, 1997; Rumbaut & Ima,
1988). Following this rationale, younger immigrants
should exhibit leadership prototypes that are more
similar to those of natives, in comparison to immigrants who came as adults. This study focuses on the
age of an immigrant’s arrival to a new country as the
predictor of changing perceptions of an effective leader.
The study extends the literature in two ways. Given
the limited number of organizational studies on ILTs,
the potential for organizational research that addresses
real-world implications of information-processing
approaches to leadership is significant (Epitropaki, Sy,
Martin, Tram-Quon, & Topakas, 2013). Following this,
the study deepens our understanding of individuals’
perceptions of the effective leader in an organization
by highlighting the role of national culture.
Second, the study illuminates the extent to which
transition from one culture to another might be related
to an individual’s perceptions of the effective leader in
an organization. Implicit leadership theories have not
received sufficient attention in the immigration context, and the author posits that transition from one
culture to another has particular significance in shaping
and designing an individual’s perceptions.
First, the study concentrates on the differences in
perceptions of leadership between a country’s natives
and immigrants. In case results support these differences, the research then compares perceptions of leadership between natives and two generations of
immigrants, which are determined by age at the time
of immigration. The study is conducted among immigrants from the former Soviet Union to Israel. These
groups provide a good example for results incurred
when changing the cultural environment, due to the
deep gap between these two cultures (Russia and
Israel). The author expects to find changes in the stability of perceptions of effective leadership. The next

section elaborates on the theory regarding characteristics of an effective leader.

Models of implicit leadership
To date, several models have been proposed for assessing
effective leadership across cultures. The GLOBE project,
mentioned earlier, highlights six leadership dimensions
that appear to characterize effective leadership across
cultures: charismatic, team-oriented, participative,
human-oriented, autonomous, and self-protective
(House et al., 2004). In a different model, Offermann
et al. (1994) proposed eight leadership characteristics,
six of which have been replicated and validated in several
studies (e.g., Bray et al., 2014; Epitropaki & Martin, 2004;
Sy et al., 2010), including longitudinal studies of implicit
leadership. The six dimensions are sensitivity, intelligence, dedication, dynamism, tyranny, and masculinity
(Epitropaki & Martin, 2004; see Figure 1). Given our
interest in comparing leadership prototypes of different
immigrant generations, the focus in the present study is
on this six-dimensional model.
The first four dimensions (sensitivity, intelligence,
dedication, and dynamism) represent characteristics of
a “Leader” (i.e., effective leader). Specifically, sensitivity
represents a helpful, understanding, and sincere leader.
Intelligence refers to the degree to which the leader is
smart and knowledgeable. Dedication involves leaders’
commitment to their job and motivation in it. The
fourth dimension, dynamism, involves characteristics
such as being a strong and energetic leader.

Figure 1. Epitropaki and Martin (2004) six-factor structure
model of the effective leader in an organization.
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The two remaining characteristics, tyranny and masculinity, represent “Anti-Leaders” (i.e., ineffective, or
negative, leadership). Tyranny has to do with an autocratic leadership style, promoting goals through domination and control of others, and masculinity
characterizes masculine qualities in leader. The sixdimensional model was used in a study that tested the
impact of the model on leader–member exchanges and
the employee’s outcomes in such areas as job satisfaction and organizational commitment (Epitropaki &
Martin, 2005). Another study focused on predicting
perceptions of leadership by contextual factors of race
and occupation (Sy et al., 2010). A four-dimensional
model (i.e., sensitivity, intelligence, dedication, and tyranny) was used to examine the interrelationships
among self-leader perceptions, ideal leader prototypes,
and leader effectiveness (Bray et al., 2014)
As noted in the preceding, in several studies, individuals’ implicit leadership prototypes have been compared across cultures, demonstrating the different
weights assigned to the various leadership dimensions
in different countries. These differences are said to
derive from differences in cultural values. The next
section elaborates on such differences, focusing on a
comparison between Russia and Israel.
Cultural values and leadership perceptions
Several models of cultural values have been proposed
that provide the means for comparing cultures (e.g.,
Hofstede, 1980, 1991; House et al., 2004; Schwartz,
1994). Cultural values emphasize concepts of what is
good and desirable in a given culture, the cultural
ideals. They emphasize, shape, and justify individual
and group beliefs, actions, and goals (Schwartz, 2005)
and are relatively stable over time (Hofstede, 2001;
Schwartz, Bardi, & Bianchi, 2000).
Among the most influential taxonomies has been
that of Geert Hofstede (1980, 2001). The taxonomy
initially included four dimensions, with a fifth added
later. The dimensions Hofstede describes are power
distance, uncertainty avoidance, individualism–collectivism, masculinity—femininity, and long- versus shortterm orientation. In Hofstede’s studies, the differences
between Israel and Russia (which can be seen as representative of the former Soviet Union as a whole) are
clear. For example, one of the main differences between
Israel and Russia is in Hofstede’s power distance
dimension, which represents the extent to which the
less powerful members of society accept and expect that
power is distributed unequally. Although Russia tends
to be relatively high in power distance, Israel was the
lowest among all 80 countries in Hofstede’s sample. In
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other words, Israelis are much less willing than
Russians to accept or expect power differences in their
society.
Another cultural dimension in which Israel and
Russia have been shown to differ is masculinity.
Russian culture emphasizes qualities traditionally
viewed as male qualities: dominance, competitiveness,
and stubbornness. Russia emphasizes a masculine type
of culture, the patriarchal figure who expresses strong
leadership as the head of the family as well as of the
state and society, perhaps taken from the role of the
czar. Russian culture demands boldness, courage, a
man’s supervision, and sometimes thuggery and militant behavior. The Soviet Union and Russia were and
still are marked by aggressive expansion of the empire
(Gratchev, Rogovsky & Rakitski, 2007). Israel is considered a moderately feminine culture (Sims & Gegez,
2004). In feminine cultures, men and women are supposed to be modest, tender, and concerned with the
quality of life (Hofstede, 1980; Sims & Gegez, 2004).
The differences between Israel and Russia are also
found in cultural dimensions suggested by the GLOBE
project (House et al., 2004). Beyond leadership characteristics, the project focuses on cross cultural differences in cultural values. For example, Russians place
less emphasis than do Israelis on “performance orientation,” that is, the extent to which an organization or
society encourages and rewards group members for
performance improvement and excellence (House,
Javidan, Hanges, & Dorfman, 2002). Grachev (2009)
suggests that Russia’s low level of emphasis stems
from historical trends related to the mass privatization
of the 1990s.
A similar difference between the two countries can
be seen in GLOBE’s cultural dimension “assertiveness,”
the degree to which individuals in organizations or
societies are assertive, confrontational, and aggressive
in social relationships (House et al., 2002).
In several studies, researchers have drawn links
between the cultural dimensions proposed in these
models, and individuals’ leadership perceptions. For
example, power distance has been found to correlate
with leadership perceptions such that individuals from
societies low on power distance tend to prefer egalitarian leaders in comparison to individuals from high
power distance societies, who prefer less participative
and more authoritarian and directive leaders.
Charismatic/value-based leadership was best predicted
by cultural values in the area of performance orientation and in-group collectivism, which reflects the extent
to which individuals experience cohesiveness and
express pride and loyalty in their organizations or
families (Dickson, Den Hartog, & Mitchelson, 2003).
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The uncertainty avoidance, and assertiveness
values were negatively related to the endorsement of
participative leadership, while gender egalitarianism
(the extent to which an organization or a society
minimizes gender role differences and gender discrimination) and performance orientation were strong
positive predictors of participative leadership
(Dickson et al., 2003).
Accordingly, predictions have been made about
differences in leadership perceptions across countries
with differing cultural values. For example, differences in perceptions of organizational leadership
were found between Germanic (e.g., Austria,
Germany), Anglo (e.g., England, Ireland), and
Nordic European (e.g., Finland, Sweden) cultures,
with the last of these being most likely to approve
of leaders with a participative leadership style (House
et al., 2004). In contrast, East European (e.g., Poland,
Russia), Confucian Asian (e.g. Taiwan, Hong Kong),
and Southern Asian (e.g., India, Iran) cultures were
less likely to endorse a participative style (Dickson
et al., 2003).
The GLOBE project demonstrates differences in perceptions of the effective organizational leader between
Israel and Russia. Israeli culture emphasizes leadership
traits such as charisma, humane orientation, and team
orientation, while Russian culture emphasizes traits
such as autonomy and self-protection (House et al.,
2004) (see Table 1).
Based on the differences in cultural values and on
the prototypes of effective organizational leadership
between Israeli and Russian employees, this article
raises hypotheses regarding the differences in perceptions of the effective leader between native Israelis and
Former Soviet Union immigrants to Israel. As has been
mentioned, the Epitropaki and Martin six-dimension
scale (see Figure 1) is applied.
Specifically, sensitivity has to do with consideration
of others, helping and assisting, and a willingness to
accommodate others’ expectations, and is associated
with the “humane-oriented” dimension from the
GLOBE project (House et al., 2004). The project indicates that Russia is significantly lower in the humaneoriented dimension as compared to Israel (see Table 1).
On the other hand, the responses from the sample of
emerging professionals in Israel reveal that Israelis

prefer leaders who care for people, indicated by the
higher preference for humane-oriented (generous,
compassionate) leadership (McDermott, 2008).
Therefore, former Soviet Union immigrants are
expected to exhibit less support for sensitivity than do
Israelis. Thus:
Hypothesis 1: In reporting their view of “the ideal
leader,” native Israelis will provide higher ratings of
the sensitivity dimension than will immigrants from
the former Soviet Union.
It seems reasonable to assume that features of the
second dimension, intelligence (e.g., educated, clever
and intelligent), are equally important to both cultures.
Since this study is not pursuing a given situation but
rather focusing on the optimal characteristics of a leader, it is likely that there will be no difference between
Israelis and Russians. Therefore, this study does not
include a hypothesis about differences between Israeli
natives and immigrants on this specific topic.
The GLOBE project indicates significant differences
between Israel and Russia, which gives good reason to
expect differences between Israelis and former Soviet
Union immigrants in the dimension of dedication
(House et al., 2004). A dedicated leader displays characteristics (e.g., committed, motivated, and hard-working) that are similar in meaning to the charisma
dimension in the GLOBE project. The project indicates
that Russia is significantly lower in the charisma
dimension than Israel (see Table 1).
The reason to expect a difference between the two
cultures in the importance of dedication (charisma) is
that Russia is a greater power distance culture than
Israel (Hofstede, 1980). As mentioned earlier, the
power distance dimension describes the extent to
which control is distributed equitably within society
and organizations (Hofstede, 1980). Power distance
scores are high in Russia, illustrating the respect and
privilege awarded to authority in Russian society
(Grachev, 2009). Usually, cultures with a high level of
power distance are characterized by a nondemocratic
and authoritarian regime. Power distance is also
reflected in relationships between leader and worker;
in cultures characterized by a high level of power distance, the manager has more legitimacy and authority,

Table 1. The scores of leadership GLOBE dimensions for Israel and Russia.
Russia
Israel

Charismatic
5.66
6.21

Note. From House et al. (2004).

Team oriented
5.63
5.91

Participative
4.67
4.96

Humane oriented
4.08
4.68

Autonomous
4.63
4.26

Self-protective
3.69
3.64
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and employees refrain from disagreeing. Moreover,
there is almost no contact between manager and
employee, as is the case in Russia.
In Israel power seems to be shared more equally,
which could be attributed to the atypical situation of
permanent war mobilization (Jesuino, 2002). Israel
exhibits a low level of power distance, expressed in a
closer attachment between leader and followers, and
emphasizing the importance of a leader’s charisma.
Hofstede (1980) suggested that in low power distance
countries, people tend to strive to minimize societal
inequalities. Israelis are likely believers that all people
should be perceived as having equal rights (Shoham &
Dalakas, 2003), including a subordinate in his or her
contact with the authoritative figure. Less authoritative
“distance” requires a manager to make use of charisma
in order to motivate an employee. Support for this can
be seen in the GLOBE project, where power distance
was significantly negatively correlated with charismatic
leadership (House et al., 2004).
Thus:
Hypothesis 2: Native Israelis will show a higher rate
on the dedication dimension than former Soviet Union
immigrants.
The opposite result is expected for the next three
dimensions: dynamism, tyranny, and masculinity,
which include three characteristics of a leader: energetic, dynamic, and strong. Strong leadership in Russia
serves as an antidote to helplessness and lack of control,
and many people view autocratic leadership, and not
the law, as protection against chaos and a panacea for
every problem in society (Kets de Vries, 2001).
In addition, Fey, Adaeva, and Vitkovskaia (2001)
argue that Russians prefer the task-oriented leader
who prioritizes task accomplishment over relationship
building. This leader should be strong, an energetic
manager with the ability to think strategically and
reflect strength and power in decision-making. In contrast, McDermott (2008) in her study on emerging
professionals in Israel shows that, among other things,
Israelis perceive their culture as practicing gender egalitarianism and humane orientation. The ILTs of emerging professionals in Israel may have been influenced
by Israel’s position at the center of conflict in the
Middle East, a decrease in political stability and government effectiveness, and the country’s reduced economic growth over the past 10 years (Fields, 2013).
Based on the autocratic values of Russia and its
orientation toward strong leadership, one may expect
to find differences in the perception of leadership
among immigrants from the former Soviet Union and
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Israeli natives in the dimensions of dynamism, tyranny,
and masculinity:
Hypothesis 3: Immigrants will display higher rates
favoring the dynamism dimension than native Israelis.
Hypothesis 4: Immigrants will display higher rates
favoring the tyranny dimension than native Israelis.
Hypothesis 5: Immigrants will display higher rates
favoring the masculinity dimension than native Israelis.
Beyond the comparison of natives and immigrants, a
more novel question has to do with the stability of these
differences. The next section considers the possibility that
perception of effective leadership may change as a result
of one’s assimilation to a new culture. The transition of an
individual from one culture to another may effect a gradual change in values, which may alter perceptions of
preferred characteristics of the ideal leader in the workplace. The stability of perceptions in the context of immigration has not yet been investigated, and such testing
may contribute to understanding the employee’s process
of adaptation to an organization in a new culture.
Acculturation and changing perception over time
What happens when individuals relocate to a different
culture? Do they maintain the implicit leadership prototypes that they possessed in their home country, or do
they adopt the leadership prototypes of their host country? And if they adopt new prototypes, how does this
process occur? Many researchers (Hitlin & Piliavin,
2004; Hofstede, 2001; Schwartz, 2005; Schwartz et al.,
2000) have shown that values are relatively static and
stable over time and across situations; however, they can
be changed gradually, mainly as a result of significant
events (Hofstede, 1983; Lönnqvist, Jasinskaja-Lahti, &
Verkasalo, 2011; Schwartz et al., 2000). For example,
transformation of living conditions in people’s lives can
make a difference in the values they hold (Hofstede,
1983). Schwartz (2005) adds that exogenous factors,
such as an epidemic or partnership in social networking
from other cultures, can lead to a change in cultural
values. Immigration is another reason for a change in
values (Bardi, Buchanan, Goodwin, Slabu, & Robinson,
2014; Berry, 1997; Hofstede, 1983; Rudnev, 2014).
Migration is likely to challenge an individual’s existing
worldviews, including values and beliefs (Goodwin,
Polek, & Bardi, 2012). Newcomers go through a process
of acculturation, which involves a wide range of psychological processes that take place after a person moves to a
new country or culture. Cultural change that occurs as a
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result of contact between two or more cultural groups
(Berry, 1997) has become an increasingly important construct used to describe the adaptation of immigrants
(Birman & Trickett, 2001). Cultural relocation may affect
many aspects of the self, requiring significant redefinition
and reconstruction of both personal and social identities
(Roccas, Horenczyk, & Schwartz, 2000). In redefining
their identities, newcomers form perceptions regarding
the expectations that members of the new society have of
them, perceptions likely to affect the process of identity
(Horenczyk, 1996). Studies indicate that a large number
of variables predict the process of acculturation, grouped
according to where they originate, in the country of origin
or in the host country (Berry, 1997).
For example, studies provide empirical evidence that
the cultural values of immigrants are changing over time,
and becoming similar to those of the receiving culture
(Marín & Gamba, 2003; Szapocznik, Scopetta, Kurtines, &
Aranalde, 1978). The longer an immigrant remains in the
new culture, the faster his or her values will change and
become similar to those of the local culture (Phinney,
2003; Phinney, Ong, & Madden, 2000). In addition,
Taras, Rowney, and Steel (2013) cite factors that affect
acculturation pace, such as length of residency in the host
culture, a preference for local cuisine, media, and frequency of contact with host culture members.
Another factor found to be relevant in explaining the
immigrants’ process of acculturation is the age at which
an individual immigrated to the new culture
(Allensworth, 1997; Ouarasse & van de Vijver, 2005;
Rumbaut & Ima, 1988). Knafo and Schwartz (2001) add
that migration reduces parent–adolescent similarity in
value priorities. Younger people have more malleable
values and attitudes, are more receptive to environmental influences, and are more prone to change
(Brandtstädter & Greve, 1994). In other words, when
a person immigrates to another country at a young age,
he or she will be more likely to adopt values of the local
culture (Mendoza, 1989).
Since values are empirically associated with perceptions (Bardi et al., 2014; Roccas & Sagiv, 2010), it can be
expected that a change in values caused by the acculturative process can dictate a change in the perceptions
of members of the ethnic or cultural group undergoing
acculturation. Therefore, this study attempts to test the
extent to which former Soviet Union immigrants’ perceptions of effective leadership in the organization
match those of native Israelis. It is reasonable to expect
that young immigrants will adopt the local culture
more rapidly than adults, and therefore their percep-

tions of effective leadership will be more similar to
those of native Israelis.
One of the acceptable ways to test the effect of the age
of immigration on the process of acculturation is to
compare between generations. Many studies compared
between the first generation and the 1.5 generation.
Although there is a lack of consensus on the age definition
for the 1.5-generation group (1.5 generation) (Kim,
Brenner, Liang, & Asay, 2003), the 1.5 generation is generally characterized by the 10- to 16-year-old age range,
while the first generation includes those who immigrated
at a later age (Allensworth, 1997; Ellis & Goodwin-White,
2006; Hurh & Kim, 1990; Rumbaut & Ima, 1988). Several
studies have found that the 1.5 generation immigrants
tend to absorb the local culture more quickly than those
of the first generation and therefore espouse norms and
values similar to the local society (Allensworth, 1997;
Rumbaut & Ima, 1988).
Therefore, 1.5 generation immigrants’ perceptions of
effective leadership will likely be closer to those of the
native Israelis. Thus:
Hypothesis 6: There are differences between the first
generation and the 1.5 generation in perceptions of
effective leadership, so that scores of the 1.5 generation
will be closer to those of Israeli natives.

Method
Participants and procedure
Data for this study were collected from 321 Israeli
employees in 2007. Of the 321, 57.6% were native
Israelis and 42.4% had immigrated from the former
Soviet Union. The sample was based on the snowball
sampling approach, whereby surveys were distributed
among the author’s acquaintances, who in turn distributed them among their own acquaintances. Ultimately,
data were obtained from employees in four occupational
groups: hi-tech employees, technical support in the cellular communication, employees from the Internet services,
and employees of the Israel Electric Corporation. Online
and hard-copy questionnaires were administered (70% of
the questionnaires were administered online) in Hebrew
and Russian. Most of the participants (85%) filled out the
Hebrew version of the questionnaire. All measures were
translated from English, through the back-translation
procedure. Of the respondents, 64% were men. The average age was 32.68 years (SD = 9.48).
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friendly (Epitropaki & Martin, 2004). The division of
items to dimensions is presented in Figure 1.

Measures
Leadership perceptions
The Epitropaki and Martin (2004) 21-item version of the
Offermann et al. (1994) ILT scale was used in order to
measure leadership perceptions. Participants are presented with 21 traits and are asked to rate the degree to
which each of the traits characterizes an “effective leader.”
Each trait was rated on a 9-point Likert scale with
response options ranging from 1 (not at all characteristic)
to 9 (extremely characteristic), and the scale provides
scores on each of the six ILT dimensions. Dimension
reliabilities (Cronbach’s alpha) in the present study were
.76 (sensitivity), .72 (intelligence), .72 (dedication), .73
(dynamism), .88 (tyranny), and .87 (masculinity).
The model has been validated in various organizations
and tested over time, making this model relevant to the
proposed research (Bray et al., 2014; Epitropaki & Martin,
2004; Sy et al., 2010). Another reason for using this model
is its short item scale, which makes it more respondent-

Results
Table 2 includes descriptive statistics and correlations
among the study variables.
First, the factor structure of the leadership perceptions scale was tested using a confirmatory factor analysis (Arbuckle, 2010). As expected, all the items loaded
significantly on their corresponding factor and the
anticipated six-factor model yielded a good fit to data
(confirmatory fit index [CFI] = .94, goodness of fit index
[GFI] = 92, root mean square error of approximation
[RMSEA] = .05) (see Figure 2). Although the factor
loading of the item “dedicated” (dimension
“Dedication”) is relatively small (.36), the decision was
made not to remove the item from the analysis. The
Epitropaki and Martin scale (2004) showed strong validity in various studies (i.e., Bray et al., 2014; Epitropaki &

Table 2. Means, standard deviations, and intercorrelations of study variables.
Variables
1. Sensitivity
2. Intelligence
3. Dedication
4. Dynamism
5. Tyranny
6. Masculinity
7. Job experience (in months)
8. Education

Mean
6.78
7.28
7.56
7.17
3.99
3.11
5.87
14.83

SD
1.59
1.19
1.18
1.49
1.83
2.17
6.14
2.63

α
.76
.72
.72
.73
.88
.87
—
—

1

2

3

4

5

6

7

.26**
.27**
−.02
−.37**
.03
−.03
−.09

.40**
.27**
−.07
.04
.02
−.01

.56**
.01
.06
.05
.02

.25**
.23**
.16**
.05

.45**
−.04
−.03

−.07
−.08

.25**

**p < 0.01.

Figure 2. Epitropaki and Martin (2004) implicit leadership model.1
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Martin, 2005; Powell & Butterfield, 2017; Rahn, Jawahar,
Scrimpshire, & Stone, 2016; Sy et al., 2010).
Hypotheses 1–5 were tested through t-tests for independent samples, where the independent variable was
country of origin, and the dependent variables were
each of the five dimensions (sensitivity, dedication, dynamism, tyranny, and masculinity). Means and standard
deviations for each of the six leadership dimensions, for
each group, are presented in Table 3. Significant differences were found for four of the five dimensions.
Specifically, as expected, Israelis were more likely than
former Soviet Union immigrants to associate dedication
and less likely to associate dynamism, tyranny, and masculinity with effective leadership (see Table 3). The differences in sensitivity were not significant.
To test Hypothesis 6, regarding the differences
between generations of immigrants in perceptions of
effective leadership, immigrants were divided into two
groups: the first generation and the 1.5 generation
(until age 15 years). Measuring change in immigrant
perceptions over time was relevant only for those
dimensions where differences were significant between
immigrants and native speakers. Thus, there was no
reason to expect an effect of age of immigration on
the sensitivity dimension since there was no difference
between Israeli native speakers and immigrants on this
point in the first place (see Table 3).
As mentioned earlier, there is a no set rule for
determining when an individual belongs to the 1.5
generation (Kim et al., 2003), and the defining characteristics of this group are subject to discussion. The
hypothesis has been tested with analysis of covariance
(ANCOVA) using the variable “generation” as a predictive variable, including three categories (native
Israelis, first generation of immigrants [16+ years] and
1.5 generation [until age 15 years]), controlling for
education and job experience.
Hypothesis 6 was partly supported. Results show
significant differences between the first (M = 7.74;
SD = 1.06) and the 1.5 generations (M = 7.09;
SD = 1.27) in perceptions of dynamic leadership
(p < .05). The first generation (M = 7.74; SD = 1.06)
also differs from Israeli native speakers (M = 7.15;

SD = 1.51) in their perception of this type of leadership
(p < .01). There were no differences between 1.5 generation and Israelis native speakers.
There were no differences between the two generations in tyranny and masculinity leadership. Results
show significant differences between the first generation
(M = 4.50; SD = 1.80) and native speakers (M = 3.82;
SD = 1.72) (p < .01) for the tyranny dimension and
significant differences between the 1.5 generation
(M = 4.23; SD = 1.78) and Israeli native speakers
(M = 3.82; SD = 1.72) (p < .1, one-tailed). Similar results
were received from testing differences in the masculinity
dimension. Native speakers (M = 2.73; SD = 2.00) differ
from the first generation (M = 3.76; SD = 2.14) (p < .01)
and the 1.5 generation (M = 3.58; SD = 2.32) (p < .05).
Furthermore, there were no significant results among
the three groups in their perception of a dedicated
leader.

Discussion
The purpose of this study was to find out whether the
perceptions of effective leadership in organizations
change through the context of moving from one culture
to another. The population groups examined were
native Israelis and immigrants to Israel from the former
Soviet Union. It was assumed that as a result of acculturation, immigrants who hold different perceptions as
a result of their native culture will eventually internalize
the local culture and agree with native Israelis on the
characteristics of an effective leader. The study was
divided into two steps, first comparing Israelis and
immigrants in the way they describe the effective leader
in the workplace. Five hypotheses were raised regarding
the differences between the two groups in five dimensions of the leadership: sensitivity, dedication, dynamism, tyranny, and masculinity.
Immigrants ranked the dimensions of dynamism,
tyranny and masculinity higher than did Israelis
(Hypotheses 3–5). It seems that immigrants are still
deeply influenced by Soviet culture, which reveres autocratic values and strong leaders (Knafo & Schwartz,
1994). Israelis credit the dimension of dedication

Table 3. The differences between Israeli native speakers and immigrants from the former Soviet Union in perceptions of effective
organizational leader.
Dimensions
Sensitivity
Dedication
Dynamism
Tyranny
Masculinity

Israelis,
M (SD)
6.86
7.68
7.02
3.78
2.74

(1.59)
(1.22)
(1.62)
(1.76)
(2.03)

Immigrants,
M (SD)

t-Test

p Value

Cohen’s d

6.70
7.44
7.44
4.32
3.73

−.85
−1.82
2.71
2.76
4.32

n.s.
<.1
<.01
<.01
<.01

—
.61
.29
.30
.47

(1.63)
(1.10)
(1.24)
(1.82)
(2.22)
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more highly than do immigrants (Hypothesis 2). This
finding shows that Israelis attribute more importance to
a charismatic leader than do former Soviet Union
immigrants.
There were no differences between Israeli natives
and former Soviet Union immigrants in the sensitivity
dimension (Hypothesis 1). As mentioned, sensitivity
consists of three items, helpfulness, understanding,
and sincerity, and is conceptually related to the
GLOBE’s dimension “humane-oriented,” which
describes a supportive and generous leader (House
et al., 2004). Differences between the two cultures in
the dimension humane-oriented provided the basis for
the hypothesis concerning the differences between
Israeli native speakers and former Soviet Union immigrants in the sensitivity dimension. However, findings
did not produce the anticipated difference between the
two groups. Perhaps immigrants’ expectations are the
reason for this: When they arrive in a new country with
a different culture, feelings of disorientation and confusion and a lack of self-confidence (Knafo & Schwartz,
2001) move them to seek emotional support from an
authoritative figure such as a leader.
The second step of this study focused on the
potential change in perceptions of leadership through
the context of immigration. It has been suggested
that young immigrants will adapt more quickly to
the new culture as compared to the adult immigrant,
and that their perceptions of an effective leader will
be similar to those of Israeli native speakers. The
results indicate that this might be the case regarding
the characteristics of the dynamic leader. The most
interesting results were found in the groups’ perceptions of the characteristics of an “anti-leader.” The
perceptions of a masculine and tyrannical leader
among both generations of immigrants are different
from those of native Israelis but do not differ from
each other. It seems that the process of acculturation
has different effects on different values that modify
or predict individuals’ perceptions of leadership.
There are some values that seem to remain ingrained
and therefore immigrants remain stable in their perception of leadership. Values related to such characteristics as masculinity and tyranny that were
socialized in the former Soviet Union still hold an
important place in the consciousness of immigrants,
and perhaps it takes longer to change them.
The literature indicates that immigrants probably
retain certain values of their native culture and adopt
some of the host culture’s values. For example, a
study by Rosenthal, Demetriou, and Efklides (1989)
concluded that even though Greek immigrants in
Australia adapt some of their behaviors to those of
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local residents, their cultural values remain the original Greek ones. In other words, the process of adopting the foreign culture is not all-encompassing
(Berry, 1997). Thus, place of residence, habits, and
economic situation of the person may change, but
cultural values, which constitute the core of acculturation, can change only superficially. Moreover,
Semyonov, Lewin-Epstein, and Davidov (2003) maintain that even 30 years after the arrival of immigrants
to the target country, differences have been found in
values between immigrants and natives.
There were no differences between Israelis and
immigrants in perceptions of the dedicated leader,
possibly explained by small effect in the differences
between Israeli employees and the immigrants in this
dimension (see Table 1). It seems, though, that characteristics such as hard-working, motivated, and
dedicated are perceived as acceptable to immigrants;
they feel comfortable with these characteristics and
are therefore ready to adopt them.
Conclusion, limitations, and future directions
This study shows that two different cultures (Russian
and Israeli) attribute different characteristics to effective leadership in the workplace. Immigrants from the
former Soviet Union brought with them values that
still, despite socialization, indicate that they define the
effective leader as an autocratic one. It is important to
mention, though, that Israeli culture itself prefers a
strong leader but not an autocratic one. According to
the indicators published in the Democracy Institute
(Philippov, 2007) Israel ranks high among nations
that highly support a strong leader, sometimes at the
expense of other government mechanisms.
In addition, the results indicate that perceptions of
organizational leadership change over time, but these
changes do take time and are selective. Each aspect of
the concept of an organizational leader is uniquely
important for the employee and therefore has a different rate in the acculturation process. Yet such
change may take longer.
There are two main limitations in this study that
must be mentioned. The first is the fact that the measurement used in the prototype of the effective leader
has not been validated in different countries. Second,
although cultural values are viewed as an important
factor in explaining differences in perceptions of effective leadership, these are not actually measured. In a
future study, a longitudinal design would be useful in
order to focus on the changing of values and perceptions of effective leadership in an organization over
time.
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Contribution and implications

Notes on contributor

The findings show the difference in perceptions of the
effective leader between younger and older immigrants,
highlighting the suggested effect of the acculturation
process in shaping individuals’ perceptions. It seems
that moving from one country to another represents
an additional context in the relationships between
values and perceptions of effective leadership. The
results also have some practical implications, particularly in environments in which both Russian immigrants and native/veteran Israelis work together.
As a result of globalization and consequent interdependence among countries, today more than ever,
managers struggle with fleeting changes and the need
for quick decisions. They face many different challenges in the workplace, with cultural diversity being
one of them. For example, Israeli society is characterized by its many different cultures, and many of its
organizations are comprised of employees with an
assortment of cultural backgrounds. Thus, it is very
important for an organizational leader to focus on
specific leadership characteristics that will be appropriate for his or her employees, in order to assert
leadership, motivate the employees, and make the
workplace a positive experience. Furthermore, there
is an additional challenge arising for human resources
management in planning, developing, leading, and
improving effectiveness in an organization with cultural diversity. Although individuals tend to project
their cultures onto others by assuming that someone
else’s perceptions, judgments, attitudes, and values are
like their own (Barnes, Smith, & Hernández-Pozas,
2017), valuing cultural diversity cannot be accomplished by treating all people the same way, with
standardized and rationalized systems.
Diversity is connected to demographic factors such as
age, gender, ethnicity, and characteristics such as personality, education, and religion (Cox, 1994). At the deepest
level, which is often difficult to perceive without regular
interaction over a period of time, are the differences
people bring in terms of values, beliefs, cultures, and
cognitive and behavioral styles (Konrad, 2006). It seems
that human resource management should not just consider the role of the host country’s national culture in
people’s decision making, but also take into account the
role of the national culture in a person’s country of origin.
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1. The eigenvalues of the model are significant (p < .01).
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